University where he also wrote scripts for Public Television and, then, back to Alpha. In December 1984 he had laser surgery that successfully stabilized his vision although it did not improve it. While he was recovering, Hal visited several former teachers and friends at The U. It was then that he learned of a possible faculty opening at The U. Memories of kindness and academic challenge were lodged indelibly in his mind. As he said later, he "loved" The U. So, Hal was offered and accepted two articulated positions: Adjunct Professor of History and Academic Advisor for Liberal Arts. Due to his visual problems Hal found that he was unable to do the kind of intensive reading that scholarly publishing required.
Consequently he did not seek a tenure track position. In his role as an adjunct professor Hal taught courses in U.S. history. In 1992, Hal developed his signature course in human rights. Each subsequent semester he taught "America's Dilemma: The Struggle for Human Rights," a demanding course laden with readings that also required each student to participate in a community service project. Hundreds of students -about 50 a semester --were influenced by Hal's scholarly insights and moral enthusiasm during the eight years that he offered this and other humans rights courses. Several former students have Contributions for service to the student body and in 1995 he received The U.'s top award for outstanding contributions named after the school's mascot. One colleague reflecting on Hal's role observed, "Hal is the University's conscience."
Drawing on all of these varied experiences Hal was able to make his classes lively and relevant.
His background also increased his sensitivity when counseling students. As an academic advisor Hal carried a heavy load. He assisted over 350 advisees a year, helping liberal arts students select and schedule their courses. About 170 of his advisees were first year students to
The U.. According to his colleagues, Hal was highly sought after by students for advising.
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ACADEMIC ADVISING AT THE U.
Since The U. had been so comforting for him both as a student and as an employee, Hal developed enormous loyalty to it and its people. Academic advising became a cornerstone of his personal identity and he addressed it with enthusiasm as well as with considerable skill.
According to The U.'s organizational structure, an academic advisor in liberal arts The job description for an academic advisor was rather comprehensive. To help students develop and maintain their academic programs, an advisor was required to perform several tasks:
• keep abreast with changes in academic programs, regulations and procedures; • maintain accurate and complete documentation on all advisees;
• monitor and evaluate each advisee's academic progress;
• assist students experiencing scholastic and personal difficulties;
• provide special counseling for advisees on probation;
• act as a liaison with teachers, parents and others concerning the advisees' status;
• make referrals when appropriate to other professional support services To carry out these tasks, an advisor relies on a variety of student and university records. In the late 1980's, prior to automation, Hal was able to read these records and council students without any problems. Indeed, he carried a rather heavy load with ease. In 1995 he encountered his first problems when an internally developed system -the "Legacy System" -came on line. Due to his vision difficulties Hal could not see the screens well nor could he distinguish figures. The campus' Information Technology Services was informed of the problem and after some exploration was able to change the display screens by applying a new font and providing more contrast. In brief, the solution entailed using a dark background with lighter text and figures. With this solution Hal was able to continue in his work as successfully as before.
In late 1998 The U. was in the process of converting to a PeopleSoft 3 system that included a student administration module. Hal was asked to join the Committee. He served as its Chair from 1996 to 2001.
Among the projects he spearheaded was the publishing of campus maps and signage that addressed the needs of those who were color blind. He saw his role as reminding members that "All people don't see the world the same way. Some see differently." Hal's last meeting with the Committee occurred the day after he was terminated.
THE U'S ADVENTURE WITH PEOPLESOFT
The U. purchased PeopleSoft at an estimated $1 million discount in 1996 and began operating Version 6.0 in the fall of 1997. became a "beta test site" along with five other universities. This status meant that The U. would be debugging somewhat untested software and experimenting with changes in work processes and procedures until a satisfactory systemsoftware and organizational policies and procedures -could be co-developed.
In the September 24, 1999 The Chronicle of Higher Education reporter Florence
Olsen explained the philosophy:
"The magnitude of the problems that institutions face in installing systems on so large a scale is matched, if not exceeded, by the task of developing them.
"That effort requires an unusual degree of collaboration between the developer of the application and experienced employees at the universities where it will be put into use.
Through several kinds of advisory boards, PeopleSoft gets valuable advice from provosts, financial officers, and other university administrators.
"University representatives also channel suggestions to PeopleSoft through the collaborative-development or "charter" programs, which bring together prospective users to develop products."
In accordance with this philosophy some members of The U.'s staff became consultants to PeopleSoft, including the Associate Dean of Student Academic
Affairs to whom Hal reported.
The U.'s student run Campus Newspaper reported on October 22, 1997 that it was anticipated that the entire PeopleSoft system would be operational and Y2K
compliant by April, 1999 . As it turned out that due date was not met. Indeed, the The same program that caused problems with billing. The same program that confused students throughout the summer about whether they were registered.
Like some monster from a bad horror film sequel, its back, and this time it wants revenge." The editorial also raised serious questions about the cost overruns for
PeopleSoft effort -now in the millions -and its lack of tangible results.
The U. was not alone in experiencing problems with PeopleSoft. In August 1999
PeopleSoft's founder and chief executive officer, David A. Duffield, formally apologized to a crowd of 14,000 at a user's conference held in New Orleans.
Representatives from over 400 universities were in attendance. According to The PeopleSoft implementation was taking the same toll on The U. In the spring of 2001, after all costs were taken into account, the PeopleSoft implementation had cost The U. three times as much as expexted.
To accommodate the approximately 60 people (about 30 The U employees, 30 consultants) working on the project, The U. reallocated three meeting rooms in the former Student Union to be used as makeshift offices and testing sites. From this location any difficulties The U. experienced with PeopleSoft software were communicated to the company's home office. Then, the fix or "patch" was created and posted on the Internet from which it could be downloaded.
Periodically, programmers at PeopleSoft would collect together the errors and bugs identified by The U. and other universities and release a new version.
Version 6.0 was replaced by Version 7.0, 7.5 and so on. Each time a new version was received on campus additional "in-course" corrections needed to be made.
In the fall of 1999 The U.'s stated goal was to conduct spring 2000 student registration on the completed Student Administration System. Thus, implementation would be 18 months later than originally planned.
During the fall semester 1999, however, things did not improve materially. At semester end, a board comprised of student leaders gave PeopleSoft an "F."
"First, it was problems with people's records disappearing," the Campus around the class number. Every section that is set up has a unique class number: it helps manage data better, and helps us tie things together better."
With respect to add/drop he continued, "we are on the Honors system, and students will still need to be advised before dropping a course. We will let them do their own transactions [on the Internet], understanding that they have been advised [to do so.] We will take action when we find out a student has [added or dropped a class] without advising.
Due to these changes, in the short run, at least, the new Student Administration
System would put increased pressure on the academic advising staff. They could expect to deal with more confused students. This situation meant that it was even more important to find a solution to the problems posed by Hal
Richards's inability to read the screens. "They may think that is a reasonable attempt to help me," Hal remonstrated, "but that is a normal-sighted committee trying to tell me that is reasonable."
PRIOR TO FEBRUARY 15, 2001: SEARCH FOR TECHNOLOGICAL ALTERNATIVES
A 21-inch monitor was purchased for Hal and more experimentation was conducted on contrast. These efforts, too, were in vain.
A member of ITS discovered two programs -Window Blinds and Desktop
Themes -that created a software "skin" around Microsoft Windows. friend --and shared her concern. The Associate Provost acknowledged that this was the first she too had heard of the situation. The former colleague commented that the administrative system in student advising, that historically had been so carefully monitored and efficient, was just "too" efficient this time.
Hal was "alone" she observed sadly; and, he didn't know where to go. Hal's problem.
Later the case manager explained the approach used by Human Resources at
The U. for situations like this: "The primary role of HR is to gather information, synthesize trends, and communicate relevant information to all affected parties."
"We facilitate solutions," he continued, "and operate with a system of checks and This job necessitated Hal's moving into student ho using. He turned it down because it involved a major life style change, his income would be lower and he would lose the ability to teach his signature course unless he taught at night.
The Director of Continuing Education offered to increase his teaching hours but could offer no full-time position since he did not have a line. This solution, too, did not satisfy Hal's needs. Furthermore, it necessitated a drop in income.
Week Three
Word of Hal's predicament ricocheted around campus. Several long-sta nding colleagues in the History Department learned about it and reacted with disbelief and dismay. Affronted, they began to activate their social networks and press for a resolution. One wrote a rather long letter to the Dean of Liberal Arts recounting the considerable value Hal brought to The U.
A student reporter for the Campus Newspaper sniffed out the story. Her instincts told her that this might be a really "big" story. She, too, began calling people.
Week Four
One of the parties the reporte r called early in her investigation was the campus
Chaplain who, about the same time, learned of Hal's plight from the History colleague who had written to the Dean. The Chaplain too was incredulous.
Viewing the case in the context of his professional calling, he said he worried for
Hal and was concerned for The U.
The Chaplain sensed immediately the profound grief, the shock, the sense of alienation that beset Hal. His first impulse, he recalls, was to get Hal through his Later a colleague referred to the first meeting as a "solutions" meeting and the second as a n "institutional protection" meeting.
Week Seven
The Coordinator of Volunteer Services on campus had had a position approved sometime earlier but she had been unable to fill it due to budget limitations. She was among those who had taken up Hal's cause a few weeks earlier. After broad consultation, it was determined that Hal was perfectly suited for the job.
With the help of the Vice President of Finance, the necessary funds were pooled together from various sources so the position could be sustained, and it was offered Hal.
On March 29, 2001 Hal accepted his new job as Assistant Director for
Community Involvement and Service learning. He began on July 1 without having to take any decrease in pay. Hal reported that he was very happy that his ordeal was over and that he was especially excited to undertake his new responsibilities, although he still harbored reservations about the prolonged process he had just experienced. 
APPENDIX II COLORBLINDNESS AND ACHROMATOPSIA
Color blindness is defined as a defect of vision affecting one's ability to distinguish colors. It is usually caused by a malfunction of the retina, which converts light energy into electrical energy that is, in turn, transmitted to the brain. Light conversion is accomplished by two types of photoreceptor cells in the retina -rods and cones. A rod is a rod-shaped cell in the retina that responds to dim light. A cone is a short sensory organ in the retina that enables color vision. Most color blindness is inherited. Hal's, however, was induced by the acid gas that penetrated into his eyeballs and damaged the underlying cones.
Apparently, some parts of his central nervous system that control vision were also affected. Consequently, his impairment was more severe than normal. In The goal of the ADA was to protect the employment and accessibility rights of disabled people. The disabled were to be provided with "integrated settings appropriate to their needs" in places where they worked or partook of goods, services, and other benefits of a place of public accommodation. These settings were to be integrated with the usual settings of other, nondisabled persons, allowing the disabled individuals to work and have the same advantages as nondisabled individuals.
Qualified Individual with a Disability
The 
Undue Hardship
The counterpoise to reasonable accommodation is undue hardship. Whereas, employers were required to make efforts to meet a qualified employees' workplace needs, they were not required to do so at all costs. The ADA reads: cabinets. In this case it was generally assumed that to force the firm to totally modify the office to conform to this applicant's needs would constitute an undue hardship. Other candidates, consequently, could be considered. If, however, the office employed, say, 3 clerks then it was argued that the jobs should be realigned so that the two other nondisabled clerks would do the top drawer filing while the clerk in the wheelchair did the lower drawer or other tasks. This arrangement would be considered a reasonable accommodation and would not place an undue hardship on the firm.
APPENDIX IV HUMAN RIGHTS ORGANIZATIONS IN WHICH HAL RICHARDS WAS ACTIVE
Among the organizations Hal was active in were:
• National Coalition to Abolish the Death Penalty, Hal's monitoring activities were augmented by addresses and presentations in Norway, Sweden, Finland, England, Germany, the Netherlands, Switzerland, Israel, Belgium, Ireland, Austria, and Italy.
APPENDIX VII AN OVERVIEW OF PEOPLESOFT
PeopleSoft is a software and services company headquartered in Pleasanton, California. In 2000 the company generated revenues of about $1.7 billion with about 8,000 employees and 4,600 customers. The company's primary products are comprehensive software systems that contain application modules that support most of the major functions of an organization. In the industry these systems are called "enterprise systems." Enterprise systems integrated many different business functions into a single system, requiring the organization to purchase just one software system rather than many. All of the business function processing was "pre-programmed," presumably eliminating the need for a large programming staff. A key advantage is an enterprise system's ability to link transactions automatically. That is, an event occurring in one business process would be communicated to all other relevant business processes. This integration obviated the need to enter transactions multiple times, thereby improving efficiency and accuracy.
In the 1990's enterprise systems also were implemented on the more current client-server technology and were capable of using the World Wide Web as an interface. During the late 1970's and early 1980's many organizations, like The U., used large sized computers with a central processing system -referred to as a "mainframe" -which the end users accessed using 'dumb' terminals.
Enterprise systems, in contrast, ran on a network of personal computers Hal Richards: Technological Change and Moral Response by R.O. Mason supported by a common server. These networks allowed end users to work independently and to share files from various organizational databases. Most worked on a variety of platforms making it possible to use different hardware and software products as well. Consequently, deciding to install an enterprise system also became a means for an organization to move to state-of-the -art technology.
Enterprise systems purportedly had been designed to have various built-in options available for performing each business process. This feature was intended to eliminate the need for organizations to change their structures or work processes. But this was seldom the case. Many of the built-in options were actualized by setting switches on program "panels" -digital tables in which software adjustments could be made. Frequently, an organization's precise requirements could not be met by merely fiddling with the panels. In this case, either special programming was required or the organization had to change its work processes. In any case, it was not unusual for organizations to be forced to change their work processes in order to make effective use of the systems.
Virtually every organization that adopted an enterprise system found that it had to hire well-paid consultants to implement the system. Moreover, adopters generally had to devote more internal technical and administrative resources than anticipated to get programs to run satisfactorily. Most organizations also found that they could not convert from the old to the new either quickly or gracefully. Hence, they had to run two systems, side-by-side, much longer than they planned.
The recommended method for PeopleSoft implementation was called "a fit and gap" analysis. An organization's work processes and administrative practices were identified and described and matched with those pre-programmed in the PeopleSoft software. Those that fit could be implemented as is. Where gaps were found, however, sometimes a major effort was required to bridge them.
This approach rested on two crucial assumptions: Hal Richards: Technological Change and Moral Response by R.O. Mason
(1) the organization fully understood the software and what it would do and (2) the organization fully understood its own practices.
Both assumptions frequently proved to be false. Frederick A. Rogers, a senior vice-president and chief financial officer at Cornell University, observed, "the reality is, we don't really understand." For example, after applying a fit and gap analysis Cornell was required to make 30 modifications to its PeopleSoft human resources and payroll software.
In 1994, when PeopleSoft entered the higher education market, the company was corporate America's dominant supplier of human resource systems software. Prominent companies in financial services, consumer products, retail, technology, industrial products, communications and service as well as government agencies were using its products. PeopleSoft tried to replicate its success in the corporate market by turning its attention to the growing industry of higher education. The company began by offering financial management systems. Then it developed a suite of integrated applications for managing human resources, student administration, fund raising and development, and grants.
Due to their need to contain costs, improve service levels, and compete more effectively in an increasingly competitive environment, institutions of higher education were eager to explore these new systems. By mid year 1999, about 420 universities -public and private, large and small -were using some type of 2. Admissions which collected application, biographic, demographic and address data from students who decided to enroll and made this data available to the appropriate university departments.
3. Financial Aid that automatically matched the various sources of financial aid for each student who might qualify with their records and determined eligibility based on pre-established criteria.
4.
Program of Study which informed academic advisors so that they could set up a plan of study for their students. Features included:
customizing academic programs to meet students' needs; identifying and evaluating substitute courses; applying waivers as appropriate;
and creating custom plans and requirement overrides. The course catalog feature allowed advisors to define enrollment restrictions and prerequisites, to enroll students automatically from wait lists, and to handle students who pursued multiple academic (i.e., dual) degrees.
5. Progress which ran "what if" analyses for academic advisors to determine a student's progress toward earning a degree. This module could be used to set up a degree system to match an individual student's needs, analyze an individual's completed coursework, identify outstanding requirements, and track degree requirements and changes for all students.
6. Graduation which allowed advisors or students to perform online comparisons of their current academic records with the requirements for their degrees and to ensure successful and timely course completion.
7. Alumni Support which provided tracking and management tools to promote an alum us's life long connection with the institution.
